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ABSTRACT

Job satisfaction is the degree to which employees feel positively or negatively about their work. It is
an attitude or emotional response to one's tasks as well as to the physical and social conditions of the
workplace. Job satisfaction is defined and measured with reference to various factors of the job. Hi

gh employee satisfaction is correlated to lower staff turnover and higher job performance.

Though there isno conclusive evidence that job satisfaction affects productivity directly since produ
ctivity depends onso many variables, itis still a prime concern for managers. Itis oftensaid that " Ah

appy employee isaproductive employee. "

Job satisfaction is very important because most of the people spend amajor portion of their life at thei
rworking place. Moreover, job satisfaction has its impact on the general life of the employeesalso, b

ecause asatisfied employee is a contented and happy human being. A highly satisfied worker has bett
er physical and mental wellbeing. The study tries to evaluate how pandemic conditions here COVID'
19 affect the satisfaction level of employees .t assesses how far remote working and flexibility in the
organization motivate the employees of acompany. The study also attempts to analyze the opinion of
employees towards the working life during COVID'19.

The examination was finished by disseminating Google poll to the employee from various industry i
n India. The poll results show that there is a huge relationship between employee satisfaction and wor
king condition. | earnestly trusted that the discoveries could help to show the near connection betwee

nemployee satisfactionand COVID'19 in India.


https://blog.hubstaff.com/remote-employee-retention-strategies/
http://panglossinc.com/JS-JP%20published.pdf
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CHAPTER1: INTRODUCTION

1.0 Introduction

This chapter will help in furnishing with areview diagram of this research. A research foundation an
d issue proclamation has been attracted to know the fundamental information on the research. The res
earch destinations and advantages related are recognized and talked about. In conclusion, research q
uestion and speculation of the examination have been readied and these gave research an unmistakab

le rule to go before the research to the following chapter.

Employee satisfaction or job satisfaction is one of the key goals of all HR personnel irrespective of w
hattheir individual KRAs are. A satisfied employee is not just a retained employee but an ambassado
r for the brand, internally and externally. She can help dispel the apprehensions of others and can defe
nd the company. Happy employees are more loyal to the company and its objectives, they go the extr
amileto achieve goals and take pride in their jobs, their teams and their achievements.

The majority of organizations view job satisfaction as dependent on 2 things —
salary and ‘recreational activities’. What matters is how HR understands the needs of itsemployees a

nd what it does to leverage employee needs to company goals.

Some factors matter most to employees when it comes to satisfaction, like how it respects employees
, Whether people can trust senior management, how secure and clear their career paths are and of cour
se, how fairly it pays them. Organizations that ‘invest” in these factors become experiential organizat

ions and witness long-term gains.

Employee satisfaction needs to be treated with both shortand longterm visions. In the short term, itis
directly linked to attrition and employeeorganization match. It is important that people perceive thec
ompany inapositive lightin their early days of employment, else it would not take long for themto lo
ok forachange. Inthe long term, itis more damaging when an employee is not satisfied but continues
to work with an organization due to other reasons. The employee starts to look for reasons to dislike t

he company more. For example, ifabad appraisal is the core reason behind her disappointment, the e



mployee might then perceive that there is favoritism or that the company does not treat her as a valuab
le asset. Such impressions corrode the value an employee places on the company and this gets project

ed extrinsically, often among an audience with whom the equity of the organization gets affected.

A dissatisfied employee expresses her negative perceptions more in external forums than internal on
es, for fear of repercussion. And when an existing employee speaks ill of the company, it reduces the

prospects of the listener to join the company and the reputation of the organization isimpacted. Henc
eitisalsoimportant that HR identify such employees and work towards alleviating their problems an

d converting negative impressions to positive ones.

Job satisfactionisavery important part of an employee’s lifecycle and motivation to remain loyal to
and employed with an organization. A number of activities or tasks of an HR team directly or indirect
ly influence employee satisfaction levels. Therefore HR must also remember that how a company fu
nctions through its policies, senior management and culture will impact how happy employeesare an
dwill help itreap financial, cultural and brand equity benefits.

The survey comprises anumber of questions under each of the 7 categories.

Extrinsic rewards

Tangible rewards given to employees (salary, bonuses, etc.).

Supervisory support
How happy anemployee is with their boss’ performance.

Reward fairness

How appropriately rewards are distributed among employees.

Autonomy

How much freedom an employee feels they have in how they do their job.

Corporateimage—

How much the employee likes the company.



Affinity —

How supported an employee feels by other employers.

Development
How satisfied an employee is with the career prospects and opportunities the company provides

them.

The most common and prominent job satisfaction theories are;

Maslow’s Needs Hierarchy Theory,

Herzberg’s Motivator-Hygiene Theory,

Job Characteristics Model,

Dispositional Approach.

The theory suggests that human needs form a fivelevel hierarchy consisting of physiological needs, s
afety, belongingness/love, esteem, and selfactualization..Maslow’s needs hierarchy was developed
to explainhuman motivation in general..However, its main tenants apply to the work setting and

have been used to explain job satisfaction.

Within an organization, financial compensation and healthcare are some of the benefits which helpa
nemployee meet their basic physiological needs.Safety needs can manifest itself through employees
feeling physically safe in their work environment, as well as job security.When this is satisfied, the e
mployees can focus on feeling as though they belong to the workplace. This can come in the form of p
ositive relationships with colleagues and supervisors in the workplace.Once satisfied, the employee

will seek to feel asthough they are valued and appreciated by their colleagues and their organization.



The final step is where the employee seeks to selfactualize; where they need to grow and develop to b

ecome everything they are capable of becoming.

Process Theory

Process theory describes the process of how behavior is energized, directed, sustained, and
stopped. Process theory sees job satisfaction as being determined notionly by the nature of the
job and its context within the organization but also by the needs, values, and expectations that the

individuals have about their job.

There are three subtheories of process theory have been developed. These are the theory based on the
discrepancy between what the job offers and what is expected, theory based on what an

individual needs, and theory based on what the individual values.

Motivator-Hygiene Theory

Herzberg’s MotivatorHygiene Theory suggests that job satisfaction and dissatisfaction are nottwo o
pposite ends of the same continuum, but instead are two separate and, at times, even unrelated concep
ts. ‘Motivating’ factors like pay and benefits, recognition and achievement need to be met foranemp
loyee to be satisfied with work. On the other hand, at the absence of ‘hygiene’ factors (such as workin
g conditions, company, policies, and structure, job security, interaction with colleagues and quality o

f management) employees will be dissatisfied with their jobs.

Reference Group Theory

Reference group theory gave rise to the thought that employees compare their inputs and outputs fro
m his/her job to others, such as his/her friends, coworkers, and others in the industry. Theorists, such
asHulinand Blood (1968) have argued that the understanding of the groups to whom the individuals

relate is critical to understanding job satisfaction.



Discrepancy Theory

Another name of Discrepancy Theory is “Affect Theory” whichis developed by Edwin A. Locke in 1
976 and is considered the most famous job satisfaction model. Many theorists have tried to come up
with an explanation for why people feel the way they do in regards to their job. Locke developed the i
deaknown as discrepancy theory. This theory suggests thata person’s job satisfaction comes from w
hat they feel is important rather than the fulfillment or not of their needs. A person’s importance ratin
gofavariableisreferredto as “how much” of something is wanted. Discrepancy theory suggests that

dissatisfaction will occur when aperson receives less than what they want.

Job Characteristics Model

The Job Characteristics Model (JCM) explains that job satisfaction occurs when the work environme
ntencourages intrinsically motivating characteristics. Five key job characteristics; skill variety, task
identity, task significance, autonomy and feedback, influence these psychological states. Subsequen
tly, the three psychosocial states then lead to several potential outcomes, including job satisfaction. T
herefore from an organizations’ point of view, it isthought that improving the five core job dimensio

nswill subsequently lead to a better work environment and increased job satisfaction. These can bec

ombined to form amotivating potential score (MPS) for a job, which can be used as an index of how li

kely ajobisto affectan employee’s attitudes and behaviors.

Dispositional Approach

Another wellknown job satisfaction theory is the Dispositional Theory. Itisavery general theory tha
tsuggests that people have innate dispositions that cause them to have tendencies toward a certain lev
el of satisfaction, regardless of one’s job. This dispositional approach suggests that job satisfaction is
closely related to personality. The evidence for this approach can be divided into indirect studies and

directstudies .Judge and colleagues have reviewed these areas in greater detail. The indirectevidenc



e comes from studies that do riot explicitly measure personality. This even includes significantempl

oyment changes, such as changes in employer or occupation.

The indirect studies, however, are vulnerable to several important criticisms, namely that other
unaccounted factors might be contributing to job satisfaction levels.Most prominently, there is
research evidence that self esteem, selfefficacy, emotional stability and locus of control comprise

road personality construct, which contributes to bow an individual sees.

Areview of 169 correlations between each of four affective constructs (i.e., selfesteem, selfefficacy,
emotional stability and locus of control) and job satisfaction, found that as self-
reported levels of selfesteem, selfefficacy, emotion stability and locus of control increased so did job

satisfaction.

Similarly, investigations into the link between the fivefactor model of personality and job satisfactio
nrevealed neuroticism, conscientiousness, and extraversion to have moderate relationships with job
satisfaction .People tend to evaluate their work experiences in terms of liking or disliking their jobs

and develop feelings of satisfaction or dissatisfaction regarding their job, as well as the organization

inwhich they work.

Many probable influences affect how favorably an individual appraises his or her job. Thisisalsoim
portant for the organization to retain valued employees. For this reason, through years of extensive re
search, Psychologists have identified the theories that help to measure the level of job satisfaction of t

he employees.

The focus of this study is to identify the factors that influence employee satisfaction and
performance, with a view of helping business managers to attract, motivate and retain their

employees in the long term.



Employee satisfaction has adirect bearing on behavior in the workplace, with agood level of employ
ee satisfaction improving the retention rate of employees and minimizing recruiting and training exp
enses. Satisfied employees perform their tasks better, and longterm employees usually have agreater
level of skill and expertise, both of which lead to increased performance. Since high employee satisf

action can be seen to lead to smooth operations in the workplace and result in higher profits, itis cruci
al for managersto understand the key factors that increase employee satisfaction and, therefore, perf

ormance. This study will potentially assist human resources departments and top management in Jor
danian industry to focus their efforts on the factors that most influence employee satisfaction whichd
irectly affect job retention and employee turnover. By studying the factors of wages, organizational ¢
ulture, benefits, stress, training and development, promotion system, and job security, we will be abl

e to deduce the percentage of influence for each factor.

Assurvey has been carried outamong employees to pinpoint the reality behind job satisfaction and hi
gh performance, also taking into account how the employee’s age, education level, job position, and t

ype of job affect attitudes toward work during COVID'19.

1.1 Research Background

Theterm Job satisfaction is furnished as the attitude of content, an employee possesses in his

or her currentposition inan organization. In the last few decades, a number of scholarly

studies have been conducted using the workers’ satisfaction asa central research varAble. It

has to be regarded as an obligatory attribute which is very frequently measured by
organizations in order to ensure the existence of an affectionate approach of employees
towards the duties and responsibilities they deal with. Despite of the world-

wide urges for considering employees as ahuman asset of the organization, the prevailing scenario
of profit oriented business is nether providing a fair remuneration system nor extending welfare
oriented move towards its employees, often. Therefore, the turnover rate has alarmingly
increased in most of the industries in all the levels of employments. Here comes the
significance of guaranteeing alevel headed state of job satisfaction among the employees of

any organization, whichinturn may land in organizational effectiveness.



Zain, Ishak and Ghani (2009) illustrate the factor of job satisfaction as being constituted of by
employees’ thoughts, feelings, interactions and performance. On the basis of Hawthorne
studies, Glenn Bassett (2004) articulates the working hypothesis of the human relations
movement in management has consistently proposed that the satisfied worker is a productive
one. Over the recent years, researches are moving in the reverse direction, inferring that

employee performance influences job satisfaction (Bassett, 2004: 1).

(Locke, 1976; Spector, 1997) defines Job satisfaction as nothing buta positive emotional

state resulting from the pleasure a worker derives from the job. (Kalleberg, 1977; Mercer,
1997; Wright and Cropanzano, 1997; Wong et.al., 1998) treats Job satisfaction as the attitude,

both affective and cognitive, being possessed by an employee in respect of the whole aspects

of their work, the latter implying that satisfaction is related to the component facets rather than
the whole job, which is consistent, Spector (1997).

Job satisfaction describes the feelings attitudes or preference of individuals regarding work. Itindica
tes how contentan individual is towards his or her work. Positive and favorable attitude towards the j
ob indicate job satisfaction, Negative and unfavorable attitude indicate dissatisfaction. This study so

ughtto determine factors influencing job satisfaction among employees in India during COVID'19.

The study focused on the feelings, attitudes and preferences of employees in the determination of the
factors. A total of one hundred and ten employees were targeted with a sample population of 150 emp
loyees. Descriptive survey method was used to collect data. This study is based on Maslow’s hierarc

hy of needs theory and supported by other theories as will be mentioned.

Employee reward another component of job satisfaction is about how people are given appreciationa
sareturn fordoing something good or valuable to the organization. Motivation deals with ‘why’ peo
ple behave think and feel the way they do. This means motivated behavior is usually energized, direct
ed and sustained through rewards. The explanation for motivation integrates biological, cognitive an
dsocial influences; job satisfaction on the other hand is a set of favorable or unfavorable feelingsand
emotions with which employees view their work. Itis an affective attitude, a feeling of relative like or

dislike toward something, which consist of feelings, thoughts and intentions to act. Emotions are ma



de up of, physiological arousal and behavioral expression and involve social contexts as well as relati
onships. Gender differences are more likely to occur in such contexts that emphasize social roles and

relationship in the workplace.

Many researchers and administrators have noticed the importance of job satisfaction onavariety of o
rganizational variables (Kreisman, 2002). Dissatisfied employees are likely to leave their jobs, thus u
nderstanding of employee job satisfaction and its contributing variable are important for any organiz
ation to existand prosper (Majidi,2010). Similarly Oplatka & Mimon, (2008) noted that the principal
reason as to why job satisfaction is to extensively researched is that it relates to significant associatio
nwith life satisfaction (Buitendach & Dewitte, 2005), organizational commitment (Cullinah, 2005)
and job performance (Buitendanch & Dewitte, 2005) A number of motivational theories explain how
rewards affect the behavior of individuals and teams.

There are in existence two types of theories: the ‘content’ and the ‘process’ approaches. The content
approach is associated with authorities such as Abraham Maslow, Fredrick Herzberg and David Mc
Clelland and is needs based. They assume that all humans have definable needs (e.g. money, social lif
e, self esteem, power, e.t.c) and that motivation in the workplace follows when these needs are satisfi

ed. Intheir view, job satisfaction is usually the result of meeting these basic needs.

Thealternative tradition (the ‘process’ approach) starts from arather different set of assumptions. He
re, motives are nether predefined nor universal, but can be created in the workplace. Hence our action
sare less determined by our needs, and more by our responses to the opportunities provided for us at
work. The most influential theories here are those, which relate to goals, expectancy and equity. A res
earch carried out by SHRM 2007 (Society for Human Resource Professional) in USA, to top five con
tributorsto job satisfaction were job security, communication between employees and senior manag

ement, benefits flexibility to balance work and life issues and feeling safe in the work environment.

Accordingtoastudy conducted by Daljeet, Manoj, & Dalvinder, (2011) on factors influencing empl
oyee job satisfaction in Cement Industry of Chhattisgarh in India found out three variables that isenv

ironmental (stress and work conditions), organizational factors (fair rewarding, promotion and oppo



rtunities) and behavioral factors (adequate authority, salary and supervisors) has a positive impact on

job satisfaction..

Avresearch conducted in Chuka University in Kenya on employees’ satisfaction and work environme
nt by Peak Network Consultants Ltd, (2011) among 50 employees which constituted of senior manag
ement, supervisory staff, teaching staff and non teaching staff. It revealed clearly that these employe
es were dissatisfied with communication, it was therefore important for management to ensure smoo
th flow of both up down and down up flow of information. Regarding work environment, employees
showed great dissatisfaction on different aspects including: physical working conditions and materi
als provided to them to perform their work. For employees to be productive, the management needs t
oavail the rightequipment, facilities and materials for employees to feel relived. The organization sh
ould develop clear guidelines on determining and selecting prospective employees for various traini

ng and development opportunities.

Boggie,(2005) maintains that in order to provide good service, the quality of employees is critical toe
nsure success. Itis for this reason that the area of job satisfaction be explored in order to gain a better i
nsight thereof. This will provide executive managers with important information to enable themto st

imulate greater job satisfaction amongst employees (Boggie, 2005).

Employee work performance usually involves motivations and job satisfaction that strengthen or we
aken those task performances (Ngalyuka,1985). There are different approaches to motivation, vario
us types of motivations, as well as the factors that influence job satisfaction, which refers to attitudes
ofasingle employee. These jobs related attitudes predispose an employee to behave in certain ways (
Newstrom,& Davis, 2002). Defining motivation at work and establishing how managers can best de
velop itintheiremployees has long been amajor and central topic of research for the specialists in the
fields of human resource management, organizational behavior and occupational psychology. Itisa
field of study characterized by the presence of large numbers of theories, vigorous debates and severa
I distinct traditions. There is no single generally accepted answer to the question of what motivates us

towork or what makes a certain job satisfying for a given individual (Redman,& Wilkinson, 2002)
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Subsequently, this study will investigate the impact of these determinants in employee satisfactiond
uring acritical time COVID'19.1t has become very important for organization to determine the factor
sthat would satisfy the employees during COVID'19.This study focuses on job satisfaction and woul
dtry to impact of lockdown.

1.2 Problem Statement

The country is bracing itself for a period of extended total lockdown in the light of the COVID-

19 pandemic spread, business leaders are coping with freshly worrying realizations. The lockdown
may be lifted after sometime but there’s no denying that we have now entered an unchartered new pa
radigm, where ‘surviving against odds’ becomes the new norm. The overall economic impact of the
outbreak will overshadow operations for years to come. But while companies grapple with survival a
nd customer retention, even as stress and burnout, job insecurity, retrenchment, downsizing, emotio
nal and psychological traumaassume centrestage, it’s increasingly clear that recovery and turnaroun
dstoo, will have to be accelerated, post the immediate crisis. And with it, the realization that the right

time to prepare for recovery isnow.

Itis imperative for employers to understand, and for HR leaders to impress upon them, that the old
commandcentre constructs of management of efficiency can hardly be expected to succeed, when ev
erything else around us has changed irrevocably. A strategy of “costcutting, rationalizing, doing mor
e with less” will not be effective, with aworkforce that is incessantly anxious about job security, dem
oralized about career and business prospects, and depressed about life in general. Going forward, the
employer-employee relationship has to be far more close-

knit, dyadic, symbiotic. Needless to say, employees must embrace all the opportunities that can help
make the most of unstable situations. Butemployers and managers have an equal responsibility in de
signthe organization, business operations, job roles and responsibilities inamanner that enablesem
ployees to do meaningful work, while remaining positive psychologically. More than ever, therefore
,alongside technology and process innovations, an investment inemployee well-

being needs to underscore business turnaround strategies.

Giventhe current circumstances, however, there would be a trade-off between the benefits of well-

11



being and operational expediency. A “relaxed” job, which entails low demands and higher level of co
ntrol, does not provide employees with intrinsic motivation. Likewise, “high strain” jobs that involve
high demands and low control, are likely to overwhelm employees and encourage a form of helpless
ness that can undermine employees’ sense of mastery over their jobs, and dissuade them from optimi
zing current skills or developing new ones. Finally, a “passive” job, which combine low demands on
skills with low control over tasks, does not encourage skill development and instead, can resultinem

ployee helplessness.

Theevidence isthat higher levels of job control are associated with increases in job satisfaction and d
ecreased depression, whereas higher demands of skills and competencies, independent of adequate ¢
ontrol tend to be correlated with increased anxiety. Inthe COVID paradigm, while employers will be
hard pressed to get businesses back on the road, it’s unlikely that curetting “active” jobs will be top on
their list.

Amid costcutting efforts, “relaxed” as well as “passive” jobs will almost certainly get loaded with ad
ditional tasks, which, while increasing demand for deliverables, won’t necessarily come with an acc
ompanying leeway of control. Intimes of crisis, the shift will likely to be towards “high strain” jobs, |

eading to higher levels of stress and anxiety in the workforce, inturn adversely affecting productivity

1.3 Research Objectives

1.3.1General Objectives

Identifying the factors which affect the job satisfaction during global pandemic COVID'19.

1.3.2 Specific Objectives

e To find out the relationship between significant flexibility at work and job satisfaction.
e To find the impact of communication from managers to employees on job satisfaction.

e To identify the impact of pay and career progression during COVID'19.

12
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1.4 Scope of the study

Thisresearch isaboutemployee satisfaction . The parameter which has been chosen to watch work sa
tisfaction in this research are employer stability, remuneration, and good conditions, work flexibility
, supervisory help, career progression at organization. This assess the degree of employee welfare an
demployee satisfaction in the organization. Additionally, the measures to be taken to develop work s

atisfaction during COVID'19 with the target that the organizational adversity can be reduced later on.
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CHAPTER 2: LITERATURE REVIEW

Literature review isasignificant partin this research where | have used to review others' work and the
dataacquired depends on content, for example, diaries, articles, paper, web and different expectstor
eview the basic purposes of flow information on a specific point. To put it plainly, this chapter data go
tisall optional sources.

Narimawati, S.E., (2007) studies on “The influence of work Satisfaction, Organizational Commitme
ntand turnover Intension” and he finds thatemployee satisfaction effects the organizational commit

mentvery strongly.

Sumita,(2004 ) studies on “Effects of organizational commitment on productivity’ and she finds that
the main objective of the management is to increase the efficiency by getting maximized productivit
y atthe minimum cost .However, motivation is considered to be crucial for good performance with e

mployee satisfaction.

Mitchell(1982), studies on “Relation between job performance and motivation” and finds that
job performance are typically determined by the motivation to work hard and high motivation
mean greater efforts and higher performance.

Tung(1981), studies on “Patterns of Motivation in Chinese Industrial Enterprises” and finds that mot

ivation is the push employees towards improved performance and increased productivity.

Stoke(1999), motivation isahuman psychological characteristics that contribute to a person's degree

of commitment.
Dormann & Zapf(2001), studies on

Job satisfaction: A metaanalysis of stabilities” and he finds that Employee satisfaction is more respo
nse to specific factors of the job. Job satisfaction is placed as a control concept in work and organizati
onal psychology. Although initiatively convincing, working conditions as the major cause of the job
satisfaction have been challenged.
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Sahnawaz & Juyal (2006), studies on "Human Resource Management Practices and Organizational
Commitment in Different Organizations” and they finds that employee commitment is seen as the ke

y factor in achieving competitive performance.

According to Armstrong (2009), companies looking to increase stability and retain long- term
employees should strengthen employer employee relationships by creating trust and loyalty
through a policy of internal promotion. Employee trust and loyalty can help the company to
achieve its goals and gain long term market success. Some companies use promotion on merit as
a means of motivating employees. Merit policy is a fair method that encourages employees to
work harder and stay loyal to the company because they know that ultimately the reward will be
a promotion to a higher position, leading to higher wages and greater status. The result is

increased job satisfaction, better performance and further advancement.
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CHAPTER 3: RESEARCH METHODOLOGY

There are three sort of research plan, which is exploratory research, easy going research and graphicr
esearch. Inthisresearch, the elucidating research is led. By utilizing enlightening information which
empower to acquire data with reference for research. We can know a generous sum about the researc
hissue and obviously characterizes what ought to be estimated on this research. Quantitative strategi
esisbeing utilized in this investigation. Quantitative research produces measurements using overvie
wresearch, utilizing strategies, for example, surveys. Itisworried about numbers and information w

hichare handily measured.

The explanation of picking spellbinding research strategy is on the grounds that by appropriating poll
s, researchers can gather data from an enormous example of people and for the most part set aside less
effortto finish by the respondents and moderately economical.

Information for this examination were gathered from the employees who works in the Indian Organi

zation. To choose the essential factors on Employee satisfaction and their criticalness, adiagram ism
ade and driven. The theoretical meaning of develop was embraced from the literature overview. A Li
kertscale poll was created to operationalise each build in the organization. Each question was identifi
ed with employee satisfaction. The utilization of different inquiries for each build expands the exactn

ess of the gauge, contrasted with approach of utilizing question. A review, created to gauge the show.

Information were assembled from the review applied with employees who are working in the distinct
ive modern segment in India. Among the gathered information 55 information, 53 were discovered p
alatable for information investigation. Intermittent missing information on factors were dealt with b
y supplanting with the mean worth. Of 53 reactions, 84.6% were male and 15.4 percent were female.
Age was unevenly disseminated between the sections, with most of employees 76% between the age

sof20to 30years. Asforresidency, 46.2 percent experienced 0 to 2 with the organization.
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3.1 Data Collection Method

There are two kinds of information which are essential information and auxiliary information. In this
research, questionnaire survey is being utilized to acquire the essential information while, there is lik
ewise being utilized of optional information which is gotten from online database which were useful
to get data with respect to this research in variousterritories.

3.1.1Primary Data

Primary data is the data that has been accumulated from the beginning hand to convey to express publ
icizing research issue. Inthis research questionnaire is the technique utilized for gathering primary in
formation which have been utilized to address diverse research questions and to create theories throu
ghthe criticism of pertinent respondent are kept carefully classified. In any case, the assortment time
is long and the assortment cost isn't higher to contrast with secondary information.

3.1.2 Secondary Data

Inthisresearch, secondary information were gotten as supporting data to additionally upgrade the lit
eratures and results classified in this research paper. Perhaps, a large portion of the data utilized is for
the most part acquired from diaries and articles sourced from web indexes, for example, Yahoo and G
oogle, online information bases which included Emerald, Google Scholars. Other than that, datawas

likewise acquired from a few open libraries.

3.2Sampling Design

Sampling implies choosing an example from populace. Sampling configuration incorporates five sta
geswhich are characterizing the populace, decide the sampling outline, select sampling methods, de
cide the example estimate and execute the sampling procedure. This assistance to recognize the certif

ied objective respondents to take part in the survey.

17



3.2.1 Target Population

The objective population of this research is from the employees who work in various enterprises in th
e India. This research supported to uncover which elements has the noteworthy impact in the employ
ee's satisfaction and employee's loyalty in the organization. Moreover, itis likewise helpful to gather
information as there are respondents required by this research to circulate the questionnaire in region

sfor the questionnaire to be disseminated.

3.2.2 Sampling Frame and Sampling Location

The sampling format for this research has achieved 53respondents. This research doesn't just particul
arly based onasingle get-

together of people, for example base level laborersiitis in light of the fact that unmistakable get-
together of people possibly have various motivation to devoted to the organization. The testing territ
ory was arranged from different spot of India. The researchis led in city zones because of it gives ther
esearch the most noteworthy rates to arrive at target populace.

3.2.3Sampling Element

Inthis study, the respondents of the survey was from the employees who work in Indian organization.
The motivation to pick these respondents is that they have high effect towards organization performa
nce. So, itis fundamental for research to concentrate on those employees and discover the explanatio

n so as to expand the quantity of loyalty. To keep up a degree of dependability on the reactions by the r
espondents, certain shoppers are not been pick because of elements, for example, age (for example at
the point when respondents are excessively youthful, they probably won't have the optionto compre

hend the questionnaire well), time accessible (for example at the point when respondents are inarush

, they may essentially fill in the questionnaire as quickly as time permits, giving deceiving answers).
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3.2.4 Sampling Technique

Inthisresearch venture, non-likelihood sampling was utilized for this survey. Non-

likelihood sampling comprises of accommodation sampling, critical sampling, amount 10 sampling,
and snowball sampling. In this survey, comfort sampling is utilized on the grounds that it is the most
appropriate and able to get test of components. The comfort sampling is the most ideal methods for ge
tting the datarapidly, ease, advantageous and efficient. As the outcome, research can gather huge fini
shed questionnaire and data with minimal effort and less time consuming. It isadditionally viewed as

accessible and clear sampling from different kinds of non-likelihood sampling technique.

3.3 Research Instrument

The research Instrument that is being used to Accumulate subtleties self-

coordinated questionnaire. the questionnaire is A Formalized course of Action of Inquiry For getting
Information from Incalculable respondents. questionnaire is used rather than other Instrument techni
quesince Itisineligible inexertion, faster ways to ideal with Amass Information And progressively b
eneficial. the questionnaire was made subject to the composing review And has been communicated
In the main page of the questionnaire that All the Information gave By the respondent will be remain
private And mystery. Assuch, It can lessen the respondent Inclination. questionnaire was Arranged |
n English language since Itis A widespread language And A common language that respondents use

dto give And grasp.

3.3.1 Purpose of using questionnaire

Questionnaire has been used As A research Instrument since questionnaire is usually planned For hu
ge measures of data, whichis sensible For A quantitative research. the questionnaire isthe primary In
strument research used to Assemble the fundamental data For research since Itis progressively Inval
uable And compelling strategy For grouping basic data. By using questionnaire, It Allowed the resea
rch expeditiously got the response from the respondents. Not simply that, Itis negligible exertion sto
od out from various systems For recuperating Information. A questionnaire is essentially astructured

technique for collecting primary data. Itis generally aseries of written questions for which the respo
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ndents hasto provide the answers (Bell 1999). While authors such as Kervin (1999) offer a very narro
w definition of questionnaires (whereby the person answering the questions actually records his or he
rown answers), deVaus (1996) sees a questionnaire in amuch wider context (namely as atechnique i

nwhich various persons are asked to answer the same set of questions).

Care hasto be taken in creating aquestionnaire; Oppenheim (1996) comments that “the ability to writ
e plain English will help’, but that that will not be sufficient. Ifaquestionnaire is well designed, it will
motivate the respondents to give accurate and complete information; as such, it should provide reliab

leand relevantdatain return.

A questionnaire can serve as an inductive method with the aim to formulate new theory, where open-

ended questions are used to ‘explore asubstantive area’ (Gill & Johnson 2001). However, other resea
rchers may use a questionnaire as ameans of collecting reliable data in a rather deductive approach in
order to test existing theory. As will also be shown in the case of the other two research methods discu
ssed inthis paper, a questionnaire thus allows the researcher to adopt either an inductive or adeductiv

eapproach, orevenacombination of these two.

When developing the actual questionnaire, the three major question-
typesavailable to the researcher, namely:

Openended: They have the advantage of offering a wide range of responses that help to capture the fl
avour of people’s answers, while not influencing the outcome of the question by pre-
determining possible responses. On the downside, answers are often difficult to evaluate and tend to

vary in clarity and depth;

Dichotomous (closedended): They are used for questions with two possible opposing outcomes, for
example ‘Yes’ and ‘No’. They tend to be easier to answer and require less effort when interpreting th

eresults - they are directly comparable to answers by other respondents; and

Multichotomous (closedended): Questions of this type offer arange of possible answers, similartoa
multiplechoice test. Again, they tend to be easier on the respondent and equally on the questionnaire-

interpreter later on.



If administered properly, questionnaires can prove to be an excellent method to obtain quantitative d

ataabout people’s attitudes, values, experiences, and past behaviour (Bell 1999).

Questionnaires allow the researcher to gather asignificantamount of data at relatively little cost. Que
stionnaire distributed by post can be posted to the target group, and the latter can choose to answer wh
enever itismost convenient for them (Gilbert 2001). Email acts as another delivery channel, and can

reduce costs even further.

Of the two main types of questionnaires, descriptive and explanatory, questionnaires allow the resear
cherto gather data either to explain different phenomena or to explain cause-and-
effect relationships between different variables respectively (Gilbert 2001).

3.3.2 Questionnaire Design

Here Are three sorts of Inquiries which can be used Indriving In A research Included open-
completed, closecompleted And scaled response questions. For this research, shut completed Inquiri
es And scale response question is being used. opencompleted Inquiry won't be used As they Are plan
Forexploratory research And It requires more organization exertion. fundamentally, the questionnai
re Involves three huge zones, which fuse Section A (respondent segment profile), Section B (estimati
on of Autonomous factors), And Section C (estimation of ward variable). In Section A, we Are using
portion Interrogates that necessary concerning some short near And dear Information, For Instance, s
eX, Age, race, guidance level, And others. It is Acclimated with perception on fragment features of th
erespondent. In Section band C, the Inquiry is expected to evaluate And test the factors that impact sp
ecialistto devote to organization. Inthis i5 centers Likert scale to structure For the questionnaire. Itis
using the estimation scale with five response classes running from "emphatically Disagree" to "Uneq
uivocally Agree”, which Anticipates that respondents should show their level of simultaneousness w
ith All of A movement of decree related to the update object.

3.4 Measurement

The fundamental size of estimation In questionnaire is the Interval scale. the questionnaires Are Aski

ng A couple of components that sway employee loyalty. Moreover, the questionnaires similarly gets
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ome data About the component of the employee loyalty And employee satisfaction. the portrayal wa
sfrom emphatically dissent, deviate, impartial, concur And firmly concur. the questionnaires Are iso
lated Into 3 Sections which Are Part A, B And C. segment A has 6 Inquiries while Part B And C has 10
Inquiries which Are question of the employee satisfaction And employee loyalty. Basic of Part An,
All Are Interval scale. Interval scale has both ostensible scale And ordinal properties Anyway they m
oreover get Information About complexities In measures of A thought. the Interval scale is A scale th
atnotsimply organize Articles or decisions According to their degrees yet Also perceives the master
minded course of Action In units or proportionate Interval. Such scale is planned to allow respondent
stoexhibithow insistently they agree, fair or can't resist negating carefully create clarifications that ¢
anrate their level of loyalty while they are tending to the inquiry.

Theranges of the scale are: Strongly Disagree, Disagree, Neutral, Agree and Strongly Agree.

3.5 DataProcessing

After data has been accumulated from an operator trail of the populace, the accompanying stage istol
ook at them to test the research hypothesis. Regardless, we need to ensure that the data were careful, c
ompleted and fitting for extraexamination. Thusly, some major advances are ought to have been com
pleted. This beginning advance is data checking. All questionnaires are screened and checked by rese
arch to see whether the data from respondents are significant for the research. Following stage is data
coding. Inthisexamination, coding is used in this portion factors, for instance, sex which consign 1=

male and 2=female.

Besides, age range also being coded as (0=20t0 30, 1=30t0 40, 2=40t0 50, 3=above 50),

Industry sectors coded as (FMCG=0, IT=1, Retail=2, Electronics=3, others=4). Similarly, Likertsca
le datais also being coded as (Strongly Disagree=0, Disagree=1, Neutral=2, Agree=3 and Strongly A
gree=4)

Data is being edited after keyed in study. Information altering bargain with the identifying and revisi
ng outlandish, conflicting, or illicitinformation and oversights in the data returned by the members o
fthe investigation. For instance, exception reaction is a perception that is considerably unique in relat

ion to different perceptions which are outlandish. It could check the scattering of ostensible as well as
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ordinal factors by getting least and most extreme qualities and recurrence tables. Disperse plot or bo
x plotare acceptable techniques for checking the outliers. When respondents don't comprehend the i
nquiry or answer and are reluctant to reply, oversights would happen. In this manner, there will exclu
dethatsurvey inthe informational index for investigation or simply disregard the clear response. Las
tventure of the information preparing is information deciphering or information change. Informatio
nchange isaprocedure of changing the first type of information to another configuration. This stage
has being completed when researchers completed collecting the information physically and afterwar
denteredininto PC asautomated database. This progression is basic since information should be cha
nged into astructure that is increasingly appropriate to perform information examinations which ach

ieved the research targets.

3.6 Data Analysis

Statistical Package for Social Science (SPSS) programming has been utilized for dissecting all the in

formation gathered. Steps of SPSS are as following:

« Making the information document

« Characterizing the factors

« Key ininformation

» Recode the estimation of the variable

* Registering another variable

« Condensing information

« Investigating contrasts between two variable

« Investigating connection between two variable
« Examine exploratory elements

3.6.1 Descriptive Analysis

Inthis research, frequency dispersion issued to examine the socioeconomics or general profile data o
frespondent under section A of survey. For example, to distinguish the respondent’s gender, age, wor
k understanding, industrial sectors.
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3.6.2 Scale of Measurement

The size of estimation in this research isto test the reliability of the reactions in polls. The researchers
utilize the Software Package for Social Sciences (SPSS rendition 23.0) inthisresearch to decide ther
eliability. Reliability isthe level of mistake free and yield steady outcome. This section portrayed the
strategy uses to lead the research study, test size, information investigation systems and the moveme
nt of finishing the research stud. The examining size of thisexamination is 54 respondents from the e
mployee who were in the Indian organization. Besides, the develop of survey is talked about. It additi
onally tests the hypothesis by utilizing different regression and Pearson relationship and coefficient e
xamination in which after effect of the statistical investigation will be deciphered.

24



CHAPTER4: ANALYSIS,DISCUSSION & RECOMENDATION

4.0 Introduction

This partwill outline the significant methodology that were used to gather data and to lead detail stud
y onthe gathered information. At that point the information is being examined and handled by utilizi
ng Statistical Package social science (SPSS) programming. This part begins with the enlightening ex
amination for the focused ion respondent's demographic profile and central tendency estimation of d
evelops. Atthat point scale estimation is created to give the after effect of reliability test. Nextisthe i
nferential investigation with the Pearson relationship examination and this is trailed by the numerous
linear regression study. Itis intended to look at the proposed hypothesis (Relationship between empl

oyee satisfaction and employee loyalty).

4.1 Description Analysis

Six questions were asked under the demographic profile section in questionnaire which isincluded th

e name, age, gender, work experience etc.

4.1.1 Respondent’s Demographic Profile

4.1.1.1 Gender

Gender

34 responses

@® Female
® Male
Prefer not to say
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Fig4.1: Piechart of Respondents’ Gender

Source: From the Research
Asitisshowninthe figure 4.1 above, the majority are female, which consists of 32 people(58.8%), w

hereas the male consists of 22 people(41.2%) out of the 54 respondents.

4.1.1.2 Age Group

Age

34 responses

@® Below 18
@ Between 18-21
@ Between 22-25
@ Between 26-35
@ Above 35

Fig4.2: Piechartof Respondents’ age group
Source: From the Research
According to the above figure 4.2, it shows that (11.8%) people are in the age group of 18-

21, (50%) people are from 22 to 25 and (32.4%) people are from 26-
35age group whereas 5.8% are above 35 inthis sample.
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4.1.1.3 Industrial Sector

Which industry do you work in ?

34 responses
8.8%
\ ﬁfense
/ 1(2.9%)

A~

@ Banking

@ Hospitality

@ Education

@® Health

@ FMCG

@ Mechanical and electrical engineering
@ Real Estate

@7

113V

Fig4.3: Piechartof Respondents’ who work in different Industrial sectors

Source: Fromthe Research

Asitshown inthe above fig 4.3, (23.5%) works in Education sector,(8.8%) works in I T sector, (14.7

%) works in the mechanical and engineering industries and rest works others like defense, hr services

, hospitality, FMCG etc.
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4.1.1.4Work experience

How many years have you been with the current Company?

34 responses

@ Less than a year
@® 1-3 years
() 4-6 years

. @ more than 6 years

Fig4.4: Piechart of Respondents’ work experience

Source: Fromthe Research

Fromabove figure 4.4 itis clearly observed that (47.1%) have less than a year of work experience, (4

4.1%) have 1 to 3 work experience and rest have 4 to 6 work experience.

4.2 Inferential Analysis

Inthisresearch, inferential examinations were utilized to dissect and decipher the example informati
on by running however SPSS which are Pearson Correlations Coefficient, T-
testand Linear Regression Analysis. Subtleties of every one of the testing and the outcomes will be in

troduced as the accompanying.

4.2.1 Pearson Correlation Coefficient

Inthis study, Pearson Correlation Coefficient was used to test the independent variables (relationshi
p with supervisor, recognitions and rewards, working condition and teamwork and cooperation) with
the dependent variable (Job satisfaction). A Pearson correlation isanumber between -

1 and 1 thatdemonstrates the degree to which two factors are straightly related. The Pearson relation
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ship is otherwise called the "product moment connection coefficient” (PMCC) or essentially "correla
tion". Where 1 is all out positive straight relationship, 0 is no direct connection, and —1 is complete ne

gative direct connection.

Inthisresearch there are multiple independent variables and job satisfaction is the dependent variabl
e. Asinthe Pearson correlation is being used for showing the linear relationship between the variable
.Hereasitisbeing clearly identified inthe figure 4.6 in the correlation table the value of Pearson corr
elationis “0.337”, which signifies that there is highly positive correlation between relationship with

manager and job dissatisfaction. Also it can be seen that there is a negative correlation -

.037" between flexibility and job dissatisfaction. There is highly positive correlation between relatio

nship with manager and clear communication about COVID'19.

Correlations

[Tamnota Relati
bletoconc | Comm | Tool |onshi Balance
entrateon |[unicati |sand |pwit [Values my work/
myworkd |onfro |reso [hco- | ofthe Careerpr [Signific [lifedurin
uetoCOV |mman |urce [work |compa ogression [antflexi [gthelock
ID'19] agers |s ers ny. Pay bility down
Pearson
Correla
tion [lamnota
bletoconc f, ooy 168 |.071 {002 |-065 |255 |236  |-210 |-026
entrate on
my work d
uetoCOVI
D'19]
Communic
ationfrom |-.168 1.000 |.294 |.210 |.531 [.098 |.113 .359 .626
managers
Toolsand 1.00
resources |.071 .294 0' -.022 |.162 |.001 |.083 239 -.044
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Relationsh
ipwithco- |.002 210 022 1.000 (.444 |.097 |.263 419 .083
workers '

Valuesoft
he compan

y

-.065 531 |.162 |.444 (1.000 (.422 |.600 637 .366

Pay .255 .098 |.001 [.097 [.422 (1.000 |.640 -.133 150

Careerpro
gression at
thecompa |.236 113 1.083 |.263 [.600 (.640 |[1.000 .348 -.119

ny

Significant
flexibility |-.210 359  |.239 (.419 |.637 |-.133 |.348 1.000 213

Balancem
y work/life -
duringthe | .026 .626 044 .083 |[.366 |.150 |-.119 213 1.000

ockdown

Fig: 4.6 Coefficient Correlations

4.2.2 Hypothesis

Ho =There isno significant relationship between relationship with Significant flexibility at work an
d job dissatisfaction during COVID'19.

H1=Thereisasignificantrelationship between relationship with Significant flexibility atwork and j
obdissatisfactionduring COVID'19.

Fromthe figure 4.6, correlation between Significant flexibility at work and job dissatisfaction is
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.210", with the goal that is a negative relationship between the two factors. This implies that if the flex
ibility at work increases then job dissatisfaction would decrease which would eventually help the org
anization to have max satisfied employees. The P-

value is 0.045which is under 0.05. Thusly, we can demonstrate that H1 is acknowledged and there is
asignificantly negative connection between connection between Significant flexibility atwork and j

ob dissatisfaction.

4.2.3 Regression Analysis

Regression examination isagroundbreaking measurable strategy that permits you to look at the conn
ection between at least two factors of intrigue. While there are numerous sorts of regression analysis,
attheir center they all look at the impact of at least one autonomous factors on a needy variable. Regre
ssion examination is fundamentally utilized for two adroitly unmistakable purposes. Initially, regres
sionanalysisis generally utilized for expectation and determining, where its utilization has generous
cover with the field of Al. Second, in certain circumstances regression examination can be utilized to

deduce causal connections between the dependent and independent factors.
Multiple Regression Analysis

Multiple regression analysis is a powerful technique used for predicting the unknown value of a varia
ble from the known value of two or more variables-

also called the predictors. More precisely, multiple regression analysis helps us to predict the value o
fY forgivenvaluesof X1, X2, ..., Xk.

Dependent and Independent Variables. By multiple regression, we mean models with just one depen
dentand two or more independent (exploratory) variables. The variable whose value isto be predicte
disknown as the dependent variable and the ones whose known values are used for predictionare kn

own independent (exploratory) variables.
The Multiple Regression Model

In general, the multiple regression equationof Y on X1, X2, ..., Xkisgiven by:
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Y=b0+blX1+b2X2+.......cccooviriinn. +bk Xk
Interpreting Regression Coefficients

HerebOistheinterceptand bl, b2, b3, ..., bk are analogous to the slope in linear regression equationa
nd are also called regression coefficients. They can be interpreted the same way as slope. Thus if bi =

2.5, itwould indicates that Y will increase by 2.5 units if Xi increased by 1 unit.

Once amultiple regression equation has been constructed, one can check how good it is (interms of p

redictive ability) by examining the coefficient of determination (R2). R2 always lies betweenOand 1
R2 - coefficient of determination

All software provides it whenever regression procedure isrun. The closer R2 isto 1, the better is the

model and its prediction.

Acrelated question iswhether the independent variables individually influence the dependent variabl
esignificantly. Statistically, itis equivalent to testing the null hypothesis that the relevant regression

coefficientis zero.

The appropriateness of the multiple regression model as awhole can be tested by the F-
testinthe ANOVA table. Asignificant F indicates a linear relationship between Y and at least one of t
he X

Model Summary®

Change Statistics
d Durbin
Mod RSqg [AdjustedR |Std.Errorofthe [RSquareC |FCha |f [f [Sig.FCh|-
el R |uare |Square Estimate hange nge 2 |ange Watson
1 05a4 292 |.166 874 292 2.319 |8 g .035 2.267
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a. Predictors: (Constant), How 4 are you with... [your pay?], [l have been provided with the toolsan
dresources I needtodomy job.], [Itiseasy to getalong with my colleagues.], [I have beenabletob

alance my work/life during the lockdown], [I have significant flexibility in how I do my job.], [Ther
e isgood communication from managers to employees during lockdown], How 4 are you with... [yo

ur career progression at the company thus far?], [I relate to the values of the company.]

b. Dependent Variable: [Iam notable to concentrate on my work due to COVID'19]

ANOVAZ
Sum of Square
Model S df |MeanSquare | F Sig.
1 Regression 14.170 8 1.771 2.319 035
Residual 34.367 45 764
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Coefficients

Stand
ardiz
Unstandard |ed Co 95.0% Confi
ized Coeffic |effici dence Interva Colinearity
ients ents I forB Correlations Statistics
Std. Lowe | Uppe Tole
Erro rBou [rBou |Zero- |Partia ranc
Model B r Beta |t Sig. |nd nd order |1 Part |e VIF
1 (Constant) 2.005 | 956 2008 |.042 |.080 |3.930

Communication
from managers |-.493 |.244 |-.401 (-2.020 |.049 |-.986 |-.001 |-.168 |-.288 |[-.253 [.399 |2.509

Toolsand resou
rces 291 |.141 |.299 |[2.060 |.045 |.006 |[.576 |.071 |.294 |.258 |.745 [1.342

Relationship wit
h co-workers 156 |.135 |.169 |[1.155 |.254 (-.116 |.427 |[.002 |.170 |.145 |.736 |1.359

CoreValues | 161 |.230 |-175 |-700 |.487 |-625 |.303 |-.065 |-.104 |-088 |.251 |3.985
g:reerprogress' 740 | 263 |.691 |2816 |.007 | 211 |1.269 |236 |.387 |353 |.261 |3.828

E;ﬁgﬂcamﬂex' -498 | 242 |-.476 |-2.057 |.045 |-.986 |-.011 |-.210 |-.203 |-.258 |.294 |3.400
Balance my wor
k/life during the

524 |.213 |.507 |2.467 |.018 |.096 [.953 |-.026 |.345 |.309 |.373 |2.683
lockdown

Pay -.189 [.197 |-.230 |-.959 |[.343 |-.586 |.208 |[.255 [-.142 |-.120 |.273 [3.668

a. Dependent Variable: [l am notable to concentrate on my work dueto COVID'19]

Figure 4.7 Multiple Regression Analysis
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Figure 4.7 over that show the correlation coefficient, R =.540, itimplies that there is a positive relatio
nship between the independent variables and dependent variable (job satisfaction). The estimation of
R square is.292 which demonstrates that 29.2 % of the fluctuation in the dependent variable (job sati

sfaction) is clarified by the free factors.

F Value in Regression

Basically, the ftest compares your model with zero predictor variables (the intercept only model), an
d decides whether your added coefficients improved the model. If you getasignificant result, thenw
hatever coefficients you included in your model improved the model's fit.

Atalpha=0.05 ,thisregression is statistically significant because p value<0.05 whichisequal t0 0.03
5.

Hence, the free factors are essentially clarifying the change in the employee loyalty among the back h
ouse staff in industry.

Table 4.7 above show that the independent variables( communication, tools and resources, career pr
ogression, significant flexibility, work-life balance) p-
valueis less than 0.05; itimplies that the independent factors is altogether to anticipate the dependent

variable (job satisfaction).

4.3 Discussion

The results of the study have shown the impact of various factors on job satisfaction during COVID'1
9. With the necessary lockdowns and travel restrictions across the nation, in order to contain the COV
ID'19 from becoming a fullblown pandemic, businesses across the globe have come to an abrupt halt,
clinging closer into aglobal recession. In these trying times, corporations should vouch to look after t
he needs of the employees in distress. An HR professional should bring the humane back into the wor
kings of the corporations. The decisions taken by Human Resources impact the livelihood of the emp
loyees, and the entire workforce in anutshell. This includes their ability to earn money to pay for esse

ntials like food and housing among other expenses. All of these are at arisk for afew months. The Hu
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man Resource department should ensure that all the employees have capable work laptops to comple
te their daytoday tasks. Employees are becoming concerned about the working environment whichii
ncludes working hours, job safety & security, relationship with co-

worker, esteem needs and top management as mentioned in this study.

The regression analysis result showed that the independent variables( communication, tools and
resources, career progression, significant flexibility, work life balance) impact job satisfaction of
employees during COVID'19. As Kinzlietial. (2005) concluded that job satisfaction has positive

relationship with opportunities provided to employees by the organization.

In our study, it has been represented by Career progression which also has a significant relationship
with the job satisfaction (As correlation coefficient value was 0.236 at p <0.05). Babin & Boles (1996
), argued that supervisory support and worker involvement decreases the work stress however; itis h
elpful in increasing job satisfaction and job performance. The study showed that top managementsu
pportisnegatively related to job dissatisfaction(-.168) with p<0.05,however relationship with co-

workers doesn’tturn outto have significant relationship with the job satisfaction.

Inthe modern era, management of workforce has become more difficult because employees are high
ly qualified and aware of their rights while working in an organization. Therefore, itis imperative tha
tthe organizations identify the needs of their employees and satisfy them to ensure effective accompl
ishment of its goals and objectives. Good virtual working environment increases employee loyalty, |
evel of commitment, efficiency & effectiveness, productivity, and also developsasense of ownersh
ip among employees which ultimately increases organizational effectiveness as well as reduces proh

ibit costemerging as aresult of dissatisfied employees.

Human resources departments can play animportant role in making employees more

motivated and engaged by implementing programs that can enhance performance and

the desire toaccept promotional challenges Human resources departments can play animportant
role in making employees more motivated and engaged by implementing programs that can enhan
ce performance and the desire toaccept promotional challenges which allow employees to exercis
e higher level of skills and responsibility in the new position.
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4.4 Limitation of the study

During the research certain limitations were there, such as the availability of time to conduct res

earch for obtaining the required data. Time was one of the limitations faced which has restricted
usto add more information about the importance of this topic. Another limitation was the access

to data that was to be collected from various organizations. The information gathered was difficu
Itto acquire since the employees of some organizations were hesitant to share their true opinions.
Wetook special care of the ethical aspect related to the research by ensuring the respondents that
their responses will be anonymous and confidential to which no one will have access. The issue h
as not been considered previously therefore, now firms have an opportunity to utilize the inform
ation from this research paper to design their future line of action that can help them ensure their

Iong-term SUCCesS.

4.5 Recommendation

There are a few plansto improve this study to serve future research. In the future research, it ough
ttoinclude more extensive geological territories just as bigger example size. Likewise, the surve
ysought to be converted into different language since India comprises of various races. And furt

hermore survey should be given to male and female respondents equally for their discernment ab

out their work culture.
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CHAPTERS5:CONCLUSION

It can be concluded that there are anumber of factors that impact the Job satisfaction of em
ployees as also given by Maslow's law of motivation . Bad working conditions restrictemplo
yees to portray their capabilities and attain full potential, so it isimperative that the businesse
srealize the importance of good working environment during the lockdown which can be att
ained through good communication from managers, by providing significant flexibility at w

ork, providing them with the required tools and resources.

This research paper contributes towards the welfare of society asthe results create awaren
essabout the importance of various factors i.e. self esteem, belongingness, career progressio

n foremployee job satisfaction.

The study impacts upon the future performance of businesses by taking employee welfare
more seriously within their organizations to increase the motivation and commitment level o
ftheiremployees. Thisway their work force can achieve better results. Italso ensures that the
employees of the organization will have the ease of working ina relaxed and free environm
entwithout burden or pressure that would cause their performance to decline. The progress
that will be achieved in the business will directly help the economy of a country as developm
ental efforts will increase. In such conditions, the country will be able to handle the problem
screated due to COVID'19, prevailing as it will be ina strong state to deal with them. The ben
efits of providing agood working environment to the employees are tremendous for both the

organizationand its employees.

Suchworking environments where employees are made a part of the overall decision mak
ing process, being given flexible working hours, lesswork load, ateam work approach and a
supportive top management have positive impact on the performance of employees. This lea
dsto high level of employee job satisfaction thus making the employees more committed tow
ards their business, more motivated to work hard and more inclined to get high productivity f

or their firms benefiting their respective businesses in the long run.
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